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Introduction

Globalisation has become a common and dominant condition in understanding contemporary economic and social relations of the firm. As such globalisation has important impacts not only promoting the growing competition but also creating instability and unpredictability for firms operating on national and international markets. However, globalisation has also meant new opportunities for production distribution and market positioning; developments which can be understood in a value chain approach (Huws 2006). Seen from the perspective of the firm, globalisation means immense expansion in the universe of context factors and thus threads as well as opportunities to be considered in order to survive and prosper. 

Close connected to globalisation resent technological developments in the ICT field has facilitated production growth and the economic relations between organisational units. Technological developments in this field have also enabled efficient firm governance and control in the global value chain perspective. Thus the technological enhancements are important preconditions for the globalisation processes but paradoxically they also contribute to the increasing instability and unpredictability. The current economic crisis has shown the potentials of this instability in the way a national financial crisis have spread to become a severe global financial and economic downturn affecting most countries in the world.

Economic relations dominated by the processes of globalisation, intensified competition and change in technology as well as financial crisis and slump have put high pressures on firms in order to change their organisations and develop new innovative and adaptable forms of work organisations. Basically it has become important for firms to develop their internal organisational and human resources and to strengthen their external relations and adaptability. In this process knowledge and innovation has achieved paramount importance, but the way firms configure their organisations and the consequences for job quality and productivity may vary considerable. There is no single best practice among the new work organisations, where efficiency of organisational design depends on variations in the socio-economic and institutional context (Nielsen 2004).

This means that there is an urgent need for generating harmonised data on organisational change and on how new innovative and adaptable work organisations contribute to firm’s economic performance and job quality of the employees in various contexts. At present the knowledge, especially from the comparative angle, about the internal organisational design of firms and the impact on economic and social performance are fragmented around mostly national surveys. The aim of the Meadow project has therefore been to:

“provide a framework within which existing European surveys on organisational change and work structuring could evolve towards comparability, as well as providing norms for the construction of new survey instruments in the field … [and] … provide an instrument for improving the empirical basis of research and policy on the relation between organisational change and key economic and social indicators in the knowledge-based economy, including productivity growth and innovative performance, and sustainable social equality in terms of access to jobs, work environments, and influence at the workplace (Meadow project Proposal 2006).   

To meet this aim a large research work has been done in order to extract existing knowledge, both theoretically and in relation to operational survey instruments, on the dynamics of organisation and work, but also on developing new knowledge on how to collect and interpret information empirically on both organisation states and organisational change as well as on management practices and employment relations in such a way that it becomes possible to identify various organisational types, compare these types and associate them with different performance outcomes.
     
The research has been accomplished by 14 partners from 9 European countries. The partners were selected for their specific areas of expertise in relation to organisational change and development of human resources.  This also means that the members of the Meadow project all belong to research teams that have designed and implemented national survey instruments for measuring organisational change and innovation at the employer level and/or work organisation and restructuring at the employee level and they are all experienced analytical users of such surveys.

The aim of this paper is to present the approach taken by the Meadow project partners and explain the main elements in the measurement framework of the Meadow survey in some detail. By explaining and discussing how the Meadow comparative approach is developed theoretically and configured empirically in the Meadow measurement framework design of matched employer – employee instruments the paper may contribute to move a step forward towards convincing both analysts and politicians of the advantages in providing comparative information on how organisations efficiently cope with economic and social change across nations. 


Basic theoretical framework​[3]​

The stated project aim of providing a framework within which existing European surveys on organisational change and work structuring could evolve towards comparability, as well as the aim of providing norms for construction of new survey instruments in this field meant that the project’s research strategy involved identification and analysis of existing survey instruments on change in work and organisations. The report on the instruments​[4]​ in use included 21 surveys and describes their methodological approach as well as their theoretical approach and use of results. The identification and description of the theoretical approaches of the existing surveys gave rise to a wider analytical work, where the theories used in the surveys were reconstructed in a multi-level theoretical framework​[5]​, which gives a comprehensive overview of the theoretical key elements and interactions between drivers and output at the socioeconomic system level, the way strategies, policies and management techniques, impact on organisational design and employment relations, which in turn affects the economic performance and social outcomes.

This comprehensive and profound analytical work means that our understanding of organisations and organisational change draws on theories from several disciplines, including economics, industrial relations, sociology, psychology, organisation studies, management science and labour studies. Basically our theories also represent different paradigmatic approaches for gaining knowledge (see e.g. Ackroyd, Batt, Thompson, & Tolbert, 2005). The various approaches have thus contributed with insights to complementary theoretical perspectives, which have enabled the analytical (re)construction of an eclectic but also cohesive theoretical framework that can deliver the theoretical guidelines for the development of survey instruments and data collection both in relation to employer and employees in the firms.

The theories and theoretical approaches include the following levels and dimensions of organisation and organisational change:

Figure 1: Basic theoretical framework​[6]​


From the top down the basic theoretical framework draws attention to the driving forces behind organisation change; the external economic and political context and further the way strategies and policies of the organisation as well as management techniques and practices impact on the organisational design which in turn affects economic performance and employee outcomes. Basically the figure can be interpreted from two perspectives: (1) From the perspective of the individual organisation, the target of an employer survey, and (2) from the perspective of the individual employee as a member of the organisation and experiencing the social consequences of it, the target of an employee survey.

In the framework organisations are seen as open systems embedded in a more or less complex and dynamic environment. Thus the top box of figure 1 highlights the external drivers that influence the internal strategies and policies of the organisation which again influences the shape of the structure and work organisation. Key aspects of the external context that need to be addressed as drivers of changes in organisations are those connected to developments in global competition and technology as well as changes in public policy regulations, notably in the areas of labour markets, health and safety, and environmental issues.

The relationship between context and organisation is not a deterministic one without regard of whether the focus primarily is on the context as opportunity or as a constraint on management’s policy choices. The strategies and policies of the organisation will more voluntarily determine how external influences are mediated into the organisation and to what extent there are significant feedbacks to the environment. Organisational policies aiming at the areas of inter-firm collaboration, technical change, job design, and human resource development lead to the implementation of specific management practices and techniques understood as models of organised decision making used by managers to rationalise and direct the actions they take. Employee participation in management’s decision making and the state and development of information and communication technologies (ICT) play significant intermediate roles in this set of relationships. ICTs are tools (equipment or software) used to produce, process, transmit and store information.

Management’s practices relate to shaping the organisational design and the system of employment relations. Organisation design is understood as the interconnected elements of the organisational structure and the organisation of work and further as the ongoing changes in their content and interrelationships. The redesign of these components has in turn feedbacks to organisational policies and possible interactions with the environment. The MEADOW Guidelines are designed to measure both organisational states and organisational change and this means an emphasis on such concepts as ‘dynamic capabilities’, ‘flexibility’ and ‘learning organisations’. 

Organisational structure refers to the grouping of people, tasks and objects (like equipment or buildings) into sub-units and business functions, and the systems to ensure coordination and control both horizontally and vertically within the boundaries of the organisation and outside these boundaries, with suppliers, customers and other business partners. The key features comprise the division of labour, coordination mechanisms, authority relationships and control systems. They are central to how the management governs and changes the organisation and how the employees experience their working conditions and possibilities for personal development. The research literature has shown us that key features of the organisation can be combined in various ways, leading to different types of organisational designs and related outcomes. 

Work organisation refers to how work is actually divided into tasks and further the bundling of tasks into jobs and assignments requiring certain skills, the interdependencies between workers in performing the job, the job demands, the degree of control over the work done and the support possibilities. Complementary to the work arrangements are the elements defining the system of employment relations which is comprised of such elements as recruitment, integration, competence development, training and mobility, and the relations between these elements.

The elements of organisational structure and work organisation in combination with the various aspects of employment relations determine the organisation’s social and economic performance. Economic performance is thus defined as increases in the competitive advantage of private organisations on markets. Resource use, quality of service delivered to the citizen and innovation are three important dimensions of economic performance in public organisations. The social performance of organisations, whether public or private, contributes to securing employment and employability, as well as quality of jobs, health and work-life balance and not least how organisations shape gender relations.

Thus the purpose of the basic theoretical framework is to set focus on the core dimensions of the dynamics of organisations and work. Areas for investigations have been identified relevant both from a research and a policy perspective. The areas can be captured both from an employer and an employee perspective, instrumented respectively by an organisational level survey and an employee level survey. In the section which follows the survey framework for measuring the dynamics of organisation and work are presented including the linking methods used for collecting longitudinal and linked information in order to measure change.


Empirical framework​[7]​
 
Before recommending a survey design that links data on employers with data on employees in a longitudinal perspective, the advantages and drawbacks of two possible methods for administering linked surveys was thoroughly examined: an employer first approach (linked employer/employee survey) and an employee first approach (linked employee/employer). Meadow considers a survey that links the interview of an employer with his or her employees as the most convenient survey approach for measuring the dynamics of organisations and work. This means that the preference is given to a linked employer/employee survey with the employer sampled in a first stage and the employees in a second one. However this preference is conditional on the existence of a harmonised and up to date European register of employers. The lack of such a register makes it worthwhile to also consider the other alternative a linked employee/employer survey. Concerning the longitudinal perspective the advantages and drawbacks of retrospective questions in cross section surveys and panel surveys with identical questions was considered thoroughly. In order to benefit from the advantages of each of the options and to limit the subsequent disadvantages, it is proposed to combine the use of retrospective questions and a panel design. 

A panel survey is convenient for the (short and) mid-term perspective, while retrospective questions are convenient for the short-term perspective on change. Thus, it would be interesting to start a mid-term panel survey which included short-term retrospective questions in each round. The example of the French REPONSE employer survey is illustrative here: Each 6 years it collects information using a questionnaire which includes 3-year retrospective questions as well as questions on the current situation.

Such a survey design has important functional advantages. First of all, data from the first wave are available quickly to analyse dynamics of organisations and work in the recent past. Next, the repetition of the survey in a second wave is useful as it becomes possible to monitor trends in changes and it allows more complex analyses using longitudinal information. Finally, asking the retrospective questions in a subsequent wave fills the gaps in the longer timeline and provides useful, additional information.

Concerning the follow-up period between the waves, a balance has to be found. It should not be too short (for example one or two years) since such regular observations are not necessarily required to measure organisational changes. Moreover, such a practise would be costly and leads to response difficulties and extra burdens for companies. However, a longer time span (for example six or eight years) is not convenient either since it would probably lead to important attrition biases (difficulties in tracing employers, and even more so in tracing employees), it would also leave part on the time line unobserved and suffer from the obsolescence of fractions of the questions.

Therefore, the proposed survey design (Figure 2) in this matter consists of a four year follow-up period between the repetitive employer survey waves in combination with the use of retrospective questions with a (maximum) recall-period of two years. This is a good compromise to measure work organisation that may change quickly but also needs time to show its effects. With a four-year repetition frequency, two waves of the employer-survey provide four distinct time points, each separated by a two-year period. In this design, information on changes over periods on two years is not strictly comparable from one period to the other. For example, changes between 2008 and 2010 are assessed through retrospective questions addressed to a unique respondent while changes between 2010 and 2012 are based on the comparison between a state variable given by one respondent describing the situation at the date of the survey in wave 1 and a state variable given by another respondent in wave 2 and deriving from a retrospective question. The comparability of these two different measures of change over a two years time period would need further assessment.

Figure 2: Proposed Survey design



















A linked employee-level survey collecting longitudinal information for measuring change, that is, information about the present state as well as the past state is thus recommended. The two different ways to reach this aim, either through retrospective questions in cross-section surveys or through panel surveys is combined in order to catch various aspects of organisational change. A very important topic concerns the sampling units. Meadow recommends that establishments or workplaces are the sampling units and that the respondent is either the General Manager or the person directing the local unit. However this survey level could prove too limited to measure performance, strategy as well as system level indicators which could lead to the development of a company level module. For the employee survey Meadow recommends complementarities in the way data is gathered at the employer and the employee level. 

Concerning the representativeness question broad population coverage and a coordination of coverage and sample size at the employer and the employee levels are recommended. At the employer level, a survey of at least a thousand general managers per country in units of 20 employees or more covering whole countries and the whole economy, including the public sector are preferred. At the employee level a survey of all employees (at the workplace or in the company), with a priority given to the representativeness of the weighted sample (no over-sampling, several thousands of workers per country) and no restriction (except maybe a minimum job tenure) is recommended. 
If employers are surveyed first, between 1 and 25 employees per employer and between 2 and 3 on average should be interviewed. If employees are surveyed first, between two and three thousand employees per country should be interviewed to reach the thousand employers target per country.

Box 1 Sampling and data collecting issues

For employers:Unit to survey: establishment or workplaces, as a consequence of link between the employer and the employee surveyRespondent: General manager or the person directing the local unit + information on how the response was processedPopulation covered: units with 20 employees or more covering whole countries and the whole economy, including the public sectorSize of the samples: At least a thousand employers per country  For employees:Population covered: all employees at the workplace, identify entry, exits, internal mobilitySize of the samples: 
 at least 2 or 3 thousand employees per country if employees are the PSU
 between 1 and 25 employees per employer according to its size if employers are the PSU  

A flexible approach is recommended to practical data collection methods in order to secure harmonisation and to master costs. The employer and employee surveys should be composed of a core questionnaire and of modules, which can be further developed at the national level. Furthermore, the questionnaires should be designed according to a unimode principle which makes them suitable for any survey administration mode. This will imply lining up with the constraints of telephone surveys that are the strongest and implies in particular maximum lengths of 30 minutes. The recommended target response rate is between 60% and 80%. 

Employer-level survey​[8]​

The recommended survey design implies that organisational states and change are to be measured in the employer survey and work practices and working conditions at the worker level are to be measured in the employee survey. Thus the general focus of measurement in the employer-level survey is at the organisation. An organisation is defined in Meadow as a social entity that is something more than the sum of its individuals. In order to study causal relations or interactions and processes within the organisation, it is necessary to separate information reflecting conditions at one level from information reflecting conditions at another. This means that the sources of information on the organisations and their change behaviour (employer-level) should be distinct from the sources of information on the impact of changes on working conditions (employee-level). The employer-level survey should be able to provide data for doing the following kinds of analysis on organisational states and change:
	Forms of partnership and cooperation between organisations
	The way work is organised and the use of different business practices
	Typologies of different organisational forms
	The share of organisations having changed over a given period of time according to different definitions and aspects of change
	Typologies of changes showing different orientations chosen by organisations

In line with the theoretical framework, the Meadow employer questionnaire covers the following themes and indicators:

Drivers of organisational structure and change:
The concept of “globalisation” is important in relation to drivers of change Indicators should be able to handle how firms are affected by the rise of global markets, global production and knowledge flows, and global streams of finance. Other important drivers of organisational change are the general dynamics of the global and national economy resulting in economic downturns or booms. While organisations have to cope with fast growth processes involving the development of new markets and growth in the number of employees during periods of boom, they also need to be able to flexibly react to economic crises accompanied by decreasing demand, difficulties in raising capital or increased competitive pressure. The survey focuses mainly on capturing employers’ perceptions of how changes in market conditions and technology have impacted on their operations by using indicators on:
	Globalisation
	Economic and market pressure
	Technological change
	Government policies and regulation forms 

Management techniques and organisational practices:
Information on management practices and techniques have several advantages for studying change and innovation in organisations. When a manager implements a new practice based on a management concept, he or she has the intention of changing the organisation and the implementation of the concept itself is a measure of organisational change. However, there are some pitfalls to consider: practices and techniques do get obsolescent and this may require some replacement or renewal of questions on successive waves of an employer-questionnaire. Moreover, in implementing new managerial concepts managers typically interpret and adapt them to the local context. This is handled in the questions by describing the practices rather than simply naming it. The problem of obsolesce can be solved by doing fieldwork and analysis of literature which can be helpful in identifying new concept and their translation into management practices. The survey provides information on the following indicators concerning Management techniques and organisational practices:
o	Total Quality Management
	Costumer preferences and satisfaction monitored
	Quality problems analysed and solved by teams
	Processes organised in customer-supplier chains
o	Lean Production
	Organisation in value streams
	Workflow software systems
	Acceleration of workflow and lead-time
o	ICT
	Costumer relationship software
	Performance tracking software
	Collaborating work software
o	Knowledge Management
	Systems for knowledge transfer
	Systems for generating knowledge

Organisational structure and work organisation
The way organisations are designed is crucial in understanding both organisational performance and employee outcomes. The concept of organisational (re)design refers as mentioned both to work organisation and organisational structure: how work is divided into job tasks, bundling of tasks into jobs and assignments, interdependencies between workers in job performance, and how work is coordinated and controlled in order to fulfil the goals of the organisation. Organisational structure also includes considerations of the international division of labour, where production process may be divided between companies, regions and nations by increased use of subcontracting and outsourcing as well as by various forms of partnership and alliance. In much of the recent literature the organisation, rather than being described in terms of its structure, is characterised in terms of systems of managerial practices. Typical terms for describing the organisation include ‘the flexible organisation’, ‘high performance work systems’, ‘knowledge organisations’ and ‘learning organisations’. However, it is possible to describe such organisational systems and the direction of their change in terms of the traditional organisational dimensions of the division of labour, authority relations and control strategies (Robbins and Barnwell, 2002; Child, 2005; Mintzberg, 1983).These three dimensions are treated as core concepts in developing indicators for organisational structure and work organisation:
o	Internal division of labour
	Multi-skilling
	Autonomous teams
	Vertical and horizontal specialisation
o	External division of labour
	Alliances and inter-firm collaboration
	Subcontracting/outsourcing
o	Authority
	Centralisation or decentralisation
	Individual responsibilities
o	Coordination and control
	Monitoring via management practise
	Monitoring via ICT
o	Organisational designs
	High performance Work Systems
	Flexible organisation
	Learning organisation

Employment relations
The relationship between organisational innovation and Human Resource Management (HRM) is an important feature of the Meadow survey. HRM involves all management decisions and actions that affect the nature of the relationship between the organisation and the employees - its human resources. The rising interest in HRM was original seen as an answer to increasing international competition, increasing complexity and size of organisations, increasing education of the work force, changing values of the work force concerning authority, and more concern with career and life satisfaction (Beer et al., 1985, pp 5 ff). These pressures created a need for more institutional attention to employees, and a consideration of people as a potential asset rather than merely a variable cost. The goal of HRM is thus to tackle the external and internal pressures with strategies and practices for unleashing human energies and creativity. The human resource dimension is considered to be of strategic importance for the organisation, and thus it should be an integrated component of the strategic planning process. The resent years there has been evidence of increasing variations in the employment conditions, mirrored in larger inequalities in real wage, skill levels and job security. These trends have been linked to a decline in the trade union movement in many countries. The perceptions can best be captured on the employment level, but at the employer level indicators as the use of non standard employment contract are appropriate: 
o	Contractual arrangement and employment security
	Share of temporary contracts
	Share of part-time contracts
	Share of employees from employment agencies
o	Human Resource Management
	Recruitment policies
	Investments in training
	Investment in skill enhancement
	Reward systems
	Performance appraisal and career development
	Employee consultation/participation
 
Economic and social performance
Economic performance measures are related to ratios and indicators at the organisational level and encompass all areas of the organisation’s production of goods and services like finance, product and service performance, process performance (i.e. quality, flexibility, productivity) etc. In contrast, the dimension of social performance is much broader. Social performances include for example the provision of new jobs through employment growth, the provision of ‘good’ working conditions or the support by public infrastructure. But it is important to mention, that economic and social performance cannot always be clearly separated from each other as they might be mutually dependent.

Concerning performance measures one may distinguish between quantitative measures, sometimes referred to as ‘objective’ and qualitative measures, referred to as being ‘subjective’. Whether quantitative or qualitative measures are the most appropriate depends on the interview method, on the research questions that are studied, and on the performance dimensions that are considered. The indicators chosen by Meadow are the following:
o	Economic performance
	Labour Productivity
	Product and service innovation
	Process innovation
	New marketing methods
	Market growth
o	Social performance
	Absenteeism
	 Employment growth
	Reason for decline in employment


Employee-level survey​[9]​

Complementary with the measures of organisational states and change at the employer level, the objectives of the employee level measurement is 1) to include the employees’ perspective on the incidences of organisational change 2) to be able to characterise the jobs in the organisation and 3) to characterise the employee’s experiences and outcomes. By being able to collect and link information on both the employer-level and the employee-level it will be possible to examine organisational change from the perspective of the firm as a whole and from within the firm itself. For example, an employee’s perspective of organisational change will allow an analysis of just how successful a firm’s perceived organisational change has been by looking at those who most directly have experienced it. In addition, measuring the outcomes for employees of any organisational change will help researchers and the public to understand the impacts for society and community at large. The aim of the employee survey is to combine measures of the contemporary experiences and perspectives with measures of change. As for the employer level survey the concepts of interests are derived from the elements of the theoretical framework:
	employee competence and skills
	work intensification
	job demands (mental and physical) and control 
	employee participation 
	the quality of jobs 
	employee well being 
	extrinsic and intrinsic rewards in the work

Based on the theoretical framework and the above priorities the following themes and indicators are included at the employee level:  

Work organisation and change
The primary source of information on organisational structure and change will as mentioned be at the employer level. However, many indicators of work organisation and organisational change can best be cached at the employee level. Often it will be the workers who are the key agents in carrying out organisational change. Also some indicators of work organisation will be easier to capture at the employee level than at the employer level. In addition to this, views of work organisation and organisational change from the employee perspective can shed light on the reliability and validity of the employers’ measures and also their ability to communicate changes to the organisation and to their workers. The management techniques and ICT will be covered complementary as well as the organisational structure and work organisation by the following indicators:
o	Total Quality Management
	Quality assessment and monitoring
	Participation in problem solving groups
	Continuous Improvement Process
o	Lean Production
	High levels of work effort
	Influence of the customer on the pace of work
	Job rotation
o	Knowledge management
	Learning new things in work
	Problem solving
	Central knowledge database
o	Organisational structure
	Isolated work and regular work with other employees
	Regular work with people outside the firm
	Standardisation
	Mutual adjustment
	Coordination and integration

Employee Participation and Representation
Employee participation is an important form of labour relations with implications for innovation and organisational change. Social dialogue is playing a key role in the establishment of the European social and economic models. Social dialogue is taking place in the form of industrial relation systems. In the last 20 years the industrial relations have become less regulated and more unstable and flexible. This is the result of the wider process of decentralization in which the transfer of organizational and entrepreneurial power is moving downwards from national associations to enterprises or enterprise groups or to even smaller units. 

Employee participation is also crucial for innovation and organizational change. Nielsen (2001) argues that employee involvement and participation plays a key role in mobilizing the organizational knowledge that is the so-called “embedded competence which rely on the ability of the human assets continuously to learn and develop knowledge as a collective resource, as well as power to make use of and get through with new knowledge and ideas in the organization.” This is especially important in the situation of organizational change when the appropriate knowledge flow is crucial in handling growing internal and external uncertainties. Indicators of participation and representation will cover several axes such as: the form it may take, the issues it may deal with, the timing and influence, permanency etc:
	Membership of trade union
	Participation in decision making regarding own duties
	Involvement in decisions about change
	Involvement through meetings
	Involvement in performance appraisal

Job control and job demands
Job demands and job control are two dimensions of the work situation that will have an impact on the work environment of employees. Job demands look at the tasks that need to be completed in the job and the time frame, and it is often referred to as ‘work load’. Job control looks at the amount of decision making the employee has in the work a given working day, which is referred to as ‘decision authority’, and the ability to use ‘skill discretion’. So a given employee will find psycho-social well-being will depend on her or his job in which there will be certain job demands and a certain level of job control. Together, job demands and job control provide an assessment of the quality of the job content. Both job demands and job control can be looked at in various perspectives and models. An example that looks at both is the widely used and validated ‘Karasek’s JDC model’ (Karasek 1997). This model states that in the work situation a number of stress inducing circumstances occur that can be reduced to two basic dimensions, namely job demands and job control (JDC). Indicators used to measure job control and job demands are the following:
	Working to tight deadlines or speed	
	Learning new things
	Task variety
	Repetitiveness of tasks
	Freedom to make decisions

Skill utilisation
Skill and competence are key issues both for employees and for employers. By the general phrase “skills utilisation”, we include three main concepts that are relevant to the employees’ experience of organisational change: the level of skills or job competences, their development or enhancement, and the extent to which the job skills demanded match the skills possessed by employees. The relevance of skills needs little justification. Theories of “skill-biased technological change”, or equivalently of the “knowledge economy”, are at the heart of a widely shared understanding of what has been happening to labour markets across the industrialised world in the last several decades. An important school of thought puts these theories at the forefront of explanations of changing inequality. The general belief is that the prevailing technology of the current era is such as to increase the relative demand for more skilled labour, at the expense of unskilled labour, in the advanced economies.
In addition to the level of skills and competences, it is also useful to capture the extent to which employees are being required and facilitated to develop their skills through training and other forms of learning at the workplace. The measurement of learning is important, given the focus on organisational change, and the likelihood that often such changes will accompany technological innovation. Employees may need, in this perspective, to acquire training both to renew and expand their technical skills and to deal with the enhanced importance of interactive skills in the workplace. The form that the learning takes may also be relevant: in some cases new skills are acquired through participation in formal training courses, but in others, especially with small enterprises, skill acquisition often proceeds more informally. In general the following indicators are used to capture these important concepts:
	Educational level
	Work experience
	Level of educational achievements 
	Extend of work experience required for job
	Problem solving skills
	Learning requirements
	Participation in training


Working time and work-life balance
Working time is an important component of the majority of people’s social existence (work-life balance). Therefore it is important to consider what impact organisational change will have on an individual both in terms of their working hours and in terms of how their work affects their social and family life, the so called work-life balance. Work-life balance is of interest to the MEADOW project because organisational change is likely to have a major impact on an individual’s work-life balance and vice versa. For example, a company that cuts some of its work force and re-allocates the work to the remaining employees could imply that the remaining workers are more pressed for time and find that they have to work harder than before. This will then have consequences on their work-life balance as their social and family life may become more strained because of the added working pressures. Indicators used for measuring working time and work-life balance are:
o	Working time
	Weekly hours
	Overtime
	Working outside normal hours
o	Household composition
	Partner
	Persons dependent for care
o	Work-life balance
	Flexibility of working week
	Child care arrangements

Employment security and worker well being.
The type of job that an individual is employed in will affect perceived security of the employee. It is very likely that those in temporary jobs will be less secure than those who are in permanent positions. In addition, part time and full time work may have different levels of security associated with them. How likely it is that an individual will lose their job is a good indicator of job security and therefore employment security also. One possible indirect measure of the cost of job loss is to ask the respondent ex ante how difficult it would be to regain employment that is ‘as good as’ their current employment. When considering organisational change and its implications for the experience of employees, an important and relevant outcome will be their affective well-being. Are employees enthusiastic and aroused by the changes being made, or are they generally depressed about them? How much stress is generated by their job? If an individual’s job becomes more intensified because of organisational change, has this led to them becoming stressed, possibly to the extent of suffering mental ill-health:
o	Job security
	Employment type
	Probability of job loss
	Cost of job loss
o	Well-being
	Job satisfaction
	Days of absence
	Absence due to work accidence


Scope of the Meadow approach​[10]​ 
 
The aim of Meadow’s measurement framework is to provide guidelines for collecting and interpreting survey information on both organisational states and organisational change. The focus is set on how to collect data at the employer and employee levels in such a way that it complements each other. In practice, by aggregating individual (micro)data, it will be possible to aggregate relevant sector or national-level measures of states and change and in this way generate comparative data.

The objective of providing information both on organisational states and on processes of change is dictated by the information needs of both policy makers and analysts. A central issue in organisational theory is the relation between the internal organisation of the enterprise or workplace and its economic performance. A basic question concerns the relative merits of more or less decentralised organisational structures in different environmental settings. Further, there is an important literature focusing on the performance effects of adopting ‘new’ organisational practices. 

Knowledge-based theories emphasise the way changes in the economic and institutional context require firms to be more adaptable and innovative than in the past. Globalisation, deregulation and intensified competition require firms to innovate new products and processes more continuously and they require firms to adapt to changes in the geographical location of markets. During economic downturns, this pressure becomes even stronger as the survival of the organisation is at stake. This is why observers sometimes emphasise the virtues of bad times. But organisational changes also occur in prosperous times, backed up by the availability of slack resources. Such dynamic or adaptive capabilities at the levels of technology, product development and markets often require complementary change in organisational practices and methods, and for this reason there is great theoretical interest in the extent and nature of organisational changes and their relation to economic fluctuation. Here, the objectives of the Meadow guidelines are complementary to those of the 3rd version of the Oslo Manual which proposes indicators for collecting data on organisational innovation. 

Meadow’s unique survey design, which links information at the employer and employee levels, can thus provide the information needed to determine under what conditions the introduction of innovative work methods and organisational changes designed to improve innovativeness and performance are compatible with securing high quality jobs and reducing inequalities. The linked survey approach can provide means of determining the types of organisational designs that are best adapted to promoting gender equality, or to maintaining the employment opportunities of older workers. The transversal nature of policy initiatives in the areas of innovation, ICT, training, life-long learning and the quality of work is closely connected to the increasing recognition that nations have a need for a more comprehensive and timely understanding of how to measure and promote innovation.
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